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Abstract 
Social Self-efficacy is as a significant contribution to an organization’s long-term success which has emerged as 
significant antecedents of organization job satisfaction. Privatized organizations are obligated to social self-
efficacy as the fundamental philosophy for their development and increase worker job satisfaction. Social Self-
efficacy has to be coordinated with work satisfaction in order that accomplish the organization’s mission. The 
following paper explains the relationship between social self-efficacy and work satisfaction through 
investigating relevant theories and past studies. The outcomes must lead managers to take into consideration the 
significant of emphasizing that training social self-efficacy can lead to improve job satisfaction and therefore 
organization’s prosperity. The present study aims to deepen the role of social self-efficacy on worker’s job 
satisfaction. Training in social self-efficacy can lead to higher job satisfaction and open the way to further 
research and have implications for training and talent management. 
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1. Introduction 
Worker’s requirements in today’s global marketplace, globalization, technological innovations, outsourcing and 
privatization, have made change the way in which businesses operate. Greater number of organizations strives in 
order to reducing worker’s turnover, improvement productivity and also to assist organization’s prosperity with 
spending greater time on worker’s satisfaction (Atchison, 1998).  On top of that, another investigating 
concerning to workers’ satisfaction has remarked on absence from work and turnover intention, has taken out of 
organization’s worker’s job dissatisfaction (Mobley et al., 1979). Therefore, the research support this subject of 
the study that due to fact of the physical and mental well-being of workers, has become very popular and 
important in organizations (Hoole and Vermeulen, 2003). Hence, this phenomenon is pertinent to private 
organizations and public sector, whereas the greater number of the researches have been conducted for the public 
sector.  
Employees with low level of work satisfaction are result undesirable behaviors (Camp, 1994). Dissatisfied 
workers may, would like either to employing during the work time, other personal duties and robing the 
organization‘s resources or they go moonlighting. Workers may be withdrawing psychologically from the work, 
they demonstrate clearly unprofessional acts such as skipping meetings, wandering around pretending to be busy 
or drinking on the work. Eventually the workers that are dissatisfied from their work may either guide behaviors 
to change the work situation or work transfer as well (Mattila, 2006). Workers disposed to be not satisfied, and 
are probably not happy with the most aspects of their lives comprising their job (Ilies and Judge, 2003).  
According to Locke (1976) a classic definition of job satisfaction is consistent as an emotional state. Scholars 
strived to capture the affective dispositions basic job satisfaction with enormous diversity of personality 
measures. Work attitudes are not only the product of situational factors, but also both literature and practitioners 
should more take into account through the variables which may contribute to the value with the purpose of 
enhancing satisfaction of work (Ilies and Judge, 2003). As pool (1997) asserted that job satisfaction of workers 
pertain to cognitive, expressing emotion and evaluative reactions in the direction of their work. From the 
cognitive of viewpoint, job satisfaction illustrates cognitive attitudes of employees concerning their works which 
it comes from perceptions of individuals of their works or workers job fit with organizations (O'Reilly and 
Chatman, 1986). 
Moreover Robbins (2005) presumes that, the directors have as property of the moral of humanism and 
responsibility to dispose in advance, the workers with challenging, compensation and satisfying jobs. Obligation 
Knowing workers’ requirements and improving their satisfaction of work is needed due to greater 
comprehension of employees’ wants and in addition affect long term on profitability and prosperity of 
organizations. Understanding the factors which contribute and cause to achieving workers to job satisfaction, 
may be conducted to a suitable and correct planning of organization and also improve favorable and positive 
behavior among employees (Seta et al., 2000).  
Clearly, the researchers have concentrated mainly as antecedents, on contextual and demographic factors rather 
than psychological features (Goldberg and Waldman, 2000, Steel et al., 2007). Moreover, Social self-efficacy, as 
a self-efficacy facet, depicts among psychological features as an important antecedent of job satisfaction 
(Borgogni et al., 2012), due to the fact that it is a process of key self-regulatory which affects directly on 
behavior and also through its effect on factors like for instance affective behaviors, comprehension of 
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relationships and barriers. Furthermore, studies have indicated that one of the important factors which positively 
have affected on job satisfaction is self-efficacy (Bandura, 1997, Judge and Bono, 2001, Borgogni et al., 2012). 
Moreover, it needs to perceive the time frame in which self-efficacious workers shape their social context, and 
how long it takes to develop high P-O (Person-Organization) fit and job satisfaction (Borgogni et al., 2012). 
Social self-efficacy is a specific application of self-efficacy theory. Perceived self-efficacy is the belief in one’s 
capabilities to organize and execute the courses of action required to produce given attainments (Bandura, 1997, 
Wood and Olivier, 2006). Therefore, workers’ job satisfaction by massive authors has been proved which its role 
has an underlying influence on productivity towards organization’s profit and prosperity especially in private 
organizations. 
 In looking at affective attitudes toward job satisfaction, researchers have defined job satisfaction as an emotional 
response to one’s job, or an employee’s state of emotion and affective responses to specific aspects of their job 
(Kreitner and Kinicki, 1992). The social self-efficacy’s role on workers’ job satisfaction is therefore crucial to 
sustained and survival organization. Nevertheless, there is a lack of research investigating the role of social self-
efficacy on job satisfaction in private sectors. Consistent with social cognitive theory, self-efficacy is likely to act 
as a factor that boosts job satisfaction. In fact, people high in self-efficacy proactively shape their work 
environment, managing problematic situations with colleagues and dealing effectively with the emotions elicited 
in the workplace (Judge and Bono, 2001). 
This paper attempts to cover the lack of research investigating the role of social self-efficacy in its relation to 
employees’ workplace satisfaction in privatized organizations. In this regard, the present study focuses on 
psychological characteristic which are supported by previous studies to propose the level of job satisfaction. Few 
researches have been done considering the relation of social self-efficacy and its influences on workers’ job 
satisfaction. Hence, the contribution is to consider the role of individual and psychological characteristic which 
involve social self-efficacy on employees job satisfaction in private sectors. This paper encompasses parts 
including introduction, reviewing previous studies, discussion and finally conclusion. 
 
2. Literature Review  
2.1 Workers Job Satisfaction 
Job satisfaction is a positive feeling one gets and can personally identify with from a job, after appraising the job 
experiences(Locke, 1976). This disposition towards work is hence essentially within the work environment, 
including the job and organizational characteristics, and as well their interaction with worker characteristics 
(Rousseau, 1978). In conceptualizing job satisfaction, some consider certain aspects of the job to form a basis for 
it (Rice et al., 1989),  and other based it on complete or whole satisfaction (Levin and Stokes, 1989), while  some 
others have based conceptualizations on the intrinsic-extrinsic differences or distinctions (Naumann, 1993). 
Monetary compensation is a major explanatory variable among others for  job satisfaction (Kalleberg, 1977). A 
study of managers in the public sector by Taylor and West (1992) revealed that the public employees, who 
compare their incomes with employees in the private sector, derived lower job satisfaction levels, thus making a 
conclusion of the effect pay levels have on job satisfaction. Job satisfaction level has also been noted to be 
consistently affected by the characteristics of job.  Hackman and Lawler, (1971) identified that the levels of job 
satisfaction is higher in those workers with high skill variety, autonomous, feedback, and job significant tasks 
than in those who perform tasks that possess little of these characteristics (Hackman and Lawler, 1971).  Self-
expression in a job setting is found to have a positive relationship with job satisfaction (Voydanoff, 1980). 
Table1: The reasons to focus on workers job satisfaction 
There are reasons why managers must focus on the job satisfaction of its workers: (Alavi and Askaripur, 2003) 
1. Evidence suggests that unsatisfied individuals leave organizations.   
2. Satisfied workers are in better health and have longer life expectancy. Further maintain that a lack of job 
satisfaction has been associated with symptoms like anxiety, depression and poor physical and 
psychological health, which have concomitant consequences for absenteeism and commitment (Connolly 
and Myers, 2003). 
3. Job satisfaction in the workplace also affects individuals’ private lives which in turn has an effect on 
absenteeism and other important work-related attitudes and behavior. 
 
Over the years, job satisfaction attitude has attracted a major concentration. (Atchison and Lefferts, 1972, 
Somers, 1999) noted that dissatisfied employees are more disposed to quitting an institution.  Numerous studies 
have established that dissatisfied employees are more willing to quit their jobs (Carsten and Spector, 1987, Tett 
and Meyer, 1993, Griffeth and Hom, 1995). For instance, Surveys in countries such as Malaysia, United States 
and Canada revealed the willingness of more than fifty percent workers to leave their current jobs if offered a 
similar position or job elsewhere, even though they claim to be satisfied with their positions and working 
conditions. (McShane and Von Glinow, 2009, McShane, 2011). 
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Job satisfaction as “a collection of feelings that an individual holds towards his or her job”  defines (Robbins, 
2005). It can be inferred from the definition that positive feelings is being held towards the job by a person with 
a high level of job satisfaction, and a negative feelings by a dissatisfied person. Locke (1976)  as cited by 
(Cooper and Locke, 2000) gives an additional definition of job satisfaction as a “pleasurable or positive 
emotional state resulting from the appraisal  of one’s job or job experiences.”   
Furthermore, Seta et al. (2000) stated that organization can make an appropriate plan to increase the level of 
positive behavior among workers with an understanding of the contributing factors to employees’ satisfaction. 
Job satisfaction is certainly one of the most extensively studied domains in the field of organizational behavior 
(Lee and Liu, 2007, Muse and Stamper, 2007, Pettijohn et al., 2008, Duraisingam et al., 2009, Pugno, 2009). 
Researchers have concluded that it is paramount for keep employees satisfied (George et al., 2002, Kreitner and 
Kinicki, 2008, Spector, 1997, Sang et al., 2009, Probst et al., 2010). 
Pool (1997) attributed worker’s job satisfaction to their cognitive, affective, and evaluative reactions towards 
their tasks.  O’Reills, Chatman, and Caldwell (1991) explained, from the cognitive perspective, that explained 
job satisfaction demonstrates people’s cognitive attitudes towards their jobs–meaning, it emanates from how 
individuals’ view their jobs and how individuals fit into their organizations. With regards to affective attitudes 
toward job satisfaction, researchers described job satisfaction as a response based on emotions towards one’s job, 
or affective response to specific aspects of job by employee (Kreitner and Kinicki, 1992). Service profit chain 
has it that internal customers, referring to employees, should derive satisfaction first to enhance service 
performance, in as much better performance contributes more to increase in the satisfaction level of external 
customers (Heskett and Schlesinger, 1994). The advantages of having employees satisfied include longer stay 
with the organization, propagating positive image of the organization among other employees, increasing the 
commitment level in the organization (Jerome and Kleiner, 1995), and reducing the turnover intent (Yang, 2008), 
thus facilitating the achievement of the organization’s ultimate goal—profits (Kim and Back, 2012). 
Table 2: Definitions of workers job satisfaction 
Year Author(s) Definition 
  1990     (Odom)  Job's satisfaction is the scope to what worker feeling about her or his task. (p.157) 
  1997 Spector Job satisfaction simply as “the degree to which workers like their jobs.”(p. 1) 
  2000 Cooper 
and Locke 
Job satisfaction as a “pleasurable or positive emotional state resulting from the appraisal 
of worker’s job or job experiences.” (p. 166) 
  2001     (Price)  The affectional tendency that a worker has with respect to her or his job. (p.591) 
  2002    (Demir)  Job satisfaction to workers ‘is feeling of contentedness and discontentedness for a job. 
(p.402) 
  2005  (Robbins)  Job satisfaction, is explained as a person overall attitude concerning to her or his work. 
(p.24) 
  2010  (Spector 
and Fox)  
Job satisfaction is a most importance vastly issues in the range of organizational behavior 
about a manner of a workers. (P. 132) 
 
2.2 Social Self-Efficacy 
Social self-efficacy is a definite application of self-efficacy theory. Perceived self- efficacy is the trust individual 
possess in his abilities to organize and execute the required courses of action to achieve set goals (Bandura, 1997, 
Wood and Olivier, 2006). Perceived social self-efficacy also mean such confidence individual has in his 
capability to initiate and engage in the necessary social interactional tasks needed to maintain interpersonal 
relationships (Smith and Betz, 2000). This covers attributes such as ability to negotiate interpersonal conflict, 
meet new people, display assertiveness in needed social situations, develop friendships, cultivate romantic 
relationships, and interact in a group setting. (Sherer et al., 1982) describes social self-efficacy as the ability to 
show personal efficacy in social situations. Social self-efficacy typifies individuals’ beliefs of being able to 
initiate social contact and develop new friendships (Gecas, 1989). Interpersonal competence is an important 
factor of personal success. Individuals perceive their ability to successfully interact with others in social 
situations differently. In respect to social interactions, Bandura (1986) postulated that individual’s behavior does 
not necessarily responsible for his or her ability to interact effectively. Instead, the self-belief in such individual’s 
ability to establish the necessary social interactions is responsible for whether the behavior is allowed or 
prevented. That is, their self-efficacy reflects their level of social confidence. In contrast, individuals with low 
social self-efficacy may possess more inclination towards avoiding specific types of interactions due to a 
perceived threat. Social self-efficacy has been applied severally in mental health and psychological adjustment, 
with considerations alongside with self-esteem, social anxiety, learned resourcefulness, loneliness, and 
depressive symptomatology (Smith and Betz, 2000). 
Highly self-efficient personalities are more proficient in: (a) using cognitions to control their physiological and 
emotions responses; (b) using effective problem-solving strategies; (c) delaying the need for instant gratification; 
European Journal of Business and Management                                                                                                                               www.iiste.org 
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 
Vol.6, No.5, 2014 
 
151 
and, are well (d) aware of their self-regulating abilities (i.e. perceived self-efficacy for coping includes one’s 
belief in the effectiveness of being able to cope well in stressful situations) (Rosenbaum and Ben-Ari, 1985). 
Recent studies on employees indicated that high level of self was related to fewer depressive symptoms (Huang 
et al., 2005), ability to cope better with life stressors (Antonovsky, 1990), better engagement in work, good self-
control abilities (Kenneth and Keefer, 2006), effectiveness in dealing with job related stress (Akgun and 
Ciarrochi, 2003). These studies generally suggest that employees with high self-efficacy, in contrast with others 
with low self-efficacy, have the ability to deal with threatening or challenging situations effectively, using a 
diverse range of coping skills. 
2.3 The Relationship between Social Self-Efficacy and Job Satisfaction 
Social self-efficacy expectations refer to people’s perceived abilities, which may be different from the actual 
ones they possess. Moreover, these expectancies are specified by domain and relate to particular tasks or 
situations, such that they can assume different consideration depending on the context. Social self-efficacy may 
perhaps be mostly significant for individual’s satisfaction. Leary and Atherton (1986) studied a social anxiety-
specific type of self-efficacy and how it relates with job satisfaction among bank staffs. The study indicated a 
moderate correlation social self-efficacy components and job satisfaction. Studies investigating self-efficacy and 
job satisfaction typically report correlations in the modest range (Schwarzer and Jerusalem, 1992). In a sample of 
employees prompted to imagine themselves within social situations, it was reported by Maddux, Norton and 
Leary (1988) that a correlation of −.49 exists between   low social self-efficacy and a job satisfaction. However, 
recorded a correlation of .31 between high self-efficacy and a job satisfaction (Mahone et al., 1993). Most 
researches carried out on self-efficacy in job satisfaction made use of simple, one-item Likert-scale ratings of 
social self-efficacy or unstandardized composites taken from other measures.  
Some investigators have indicated the self-efficacy that is relevant to job satisfaction (Judge and Bono, 2001, 
Perdue et al., 2007, Borgogni et al., 2012, Miraglia, 2013). Self-efficacy influences job satisfaction through its 
link to practical achievement on the job (Judge and Bono, 2001). Thus, individuals with high confidence in their 
competences and capabilities to carry out a job will exhibit a higher level of satisfaction on the job, outside their 
length of service with the organization. (Pinquart et al., 2003) found that individuals who believe more in their 
self-efficacy and earn better results are likely to have a good job satisfaction. 
Borgogni et al. (2012) investigated Self-efficacy and job satisfaction, using a sample of 1160 white-collars from 
the main Italian delivery company, a privatized organization for the measurement. The research findings indicate 
that training in self-efficacy can help to achieve a higher job satisfaction. (Borgogni et al., 2012) elaborated these 
results by showing not only are core self-evaluations linked to a perceptive view of intrinsic job characteristics. 
Thus, it appears that core self-evaluations have influence on job satisfaction, partly, because individuals that are 
positive individuals actually embrace more challenging jobs, and also because they have the perception that 
those jobs of equal complexity are as more inherently fulfilling (Bono and Judge, 2003). 
Bandura (1986) postulated that an individual’s sense of self-efficacy helps in reducing how one perceives or 
react to stress. The information submitted on the task activities, working conditions, rewards, achievement, and 
management practices can all influence individuals' perceptions of job satisfaction (Erdwins et al., 2001, Locke, 
1976). These constructs are all indicated in a research model as antecedents to job satisfaction with Self-Efficacy 
Theory Explanation (Staples et al., 1998). Additionally, participants in the focus group research carried out by 
Staples (1996) suggested that job satisfaction in a virtual environment will be perceived differently depending on 
the support and the management’s activities. Likewise, it depends on the remote individual's competence in 
working remotely. Overall, these results suggest that the satisfaction associated with tasks (job satisfaction) 
should be impacted positively by the positive judgments that an individual has received positive about his ability 
to carry them out (self-efficacy). Even though this prediction has no basis in existing self-efficacy theory, it only 
represent an extension of the theory (Staples et al., 1998). 
 
3. Discussion 
The study was investigation relationship of social self-efficacy and workers job satisfaction in privatized 
organizations. Job satisfaction among employees in privatized organizations has a vital effect on other important 
factors of workplace such as withdrawal behaviors and productivity as well that at last dissatisfied workers lead 
to decrease profit. Social self-efficacy is one the key components of workers job satisfaction that rarely has 
investigated. 
Social self-efficacy is one’ beliefs in her/his abilities in associated with others, how workers can behave with 
others, for instance colleagues, and so forth. Once there is high social self-efficacy there will be obviously high 
job satisfaction among the workers, and without workers’ social self-efficacy which lead to satisfaction, 
organizations will not have profitability and also keep continuously success. 
The workers who are more confident they will be stronger to stay and solve the problematic conditions that may 
organizations encounter with.  Therefore these two variables would not be distinct of another one.  
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The present paper contributes to practice, that increasing social self-efficacy is a good strategy to enhance job 
satisfaction. Consistent with social cognitive theory, a training aimed at improving individual beliefs in one’s 
own capabilities to exercise control over circumstances in the workplace can lead to a better fit and to higher job 
satisfaction. In particular, the intervention would be oriented to strengthen the self-regulation capabilities that 
underlie personal efficacy beliefs, and that allow employees to keep calm in stressful situations, solve 
interpersonal conflicts, cope with problematic situations, and recover quickly after a period of intense activity. 
Additionally, the training would aim to support job satisfaction on behalf of an employee in order to facilitate the 
fit between his/her characteristics, and the organizational opportunities. 
This paper has implications for talent management. Employees high in social self-efficacy have stronger job 
satisfaction that, in turn, decreases withdrawal behaviors. Therefore, Human Resource development strategies 
may aim to identify self-efficacious employees, who can be considered the organization’s key-people, and to find 
the factors underlying their satisfaction with the job, in order to  enhancing  organizations profit. 
In fact, people high in social self-efficacy deal more effectively with difficulties, persisting in the face of failure, 
and they are more likely to attain valued outcomes according to their personal standards, from which they derive 
more satisfaction with the job. Moreover, the regulatory skills underlying social self-efficacy make employees 
confident to solve conflicts that may occur with colleagues, to overcome frustrations, to remain calm and in a 
good mood, deriving more satisfaction from their work. Thus, individuals who are confident in their abilities and 
competence to perform a job will be more satisfied with their jobs. 
Dissatisfied employees more likely to declare their tendency to quitting in an institution, thus the employees with 
high social self-efficacy is likely to stay at work and try to improve in problematic situation. Several studies have 
linked dissatisfaction individuals more willingly to quit their works. Other investigators in the field of worker job 
satisfaction have noted that dissatisfied workers be derived from worker with low social self-efficacy. 
Future study can be research is also needed to understand the time frame in which self-efficacious employees 
shape their social context and how long it takes to develop high P-O fit and job satisfaction, as well as how long 
it takes to translate the positive effects of satisfaction into behavioral responses. Moreover, the next research can 
consider other facets of self-efficacy such as emotional self-efficacy on job satisfaction. In addition, the 
researcher can investigate the influence of self-efficacy facets on withdrawal behaviors. 
(Pool, 1997, Taylor and Vest, 1992, Bandura, 1986, Bandura, 1997) 
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